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The role of job resources in predicting strategic connection in employees   
ABSTRACT 
Job resources is a consistent contributor to employee wellbeing aiding employees to contribute to 
organizations achieving their strategic goals. Job resources are also particularly important in work 
environments that have an array of challenges that may negatively affect employees. The present 
study established that the following job resources: recognition and praise, intra-team effectiveness 
and personal development predict the strategic connection that employees have towards their 
organizations. This cross–sectional study was conducted in a South African transport organization 
(n = 616 responses). The results of the study indicated that personal development accounted for 
the most variance in strategic connection, with intra-team effectiveness accounting for the second 
most variance and recognition and praise, the least variance. This paper contributes to the body of 
knowledge on job resources, organizational identification and strategic connection. It further 
provides guidance to line and HR managers on the role of job resources in enhancing employee 
strategic connection.  
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Introduction  
With the advent of the Fourth Industrial Revolution, organisations are facing an array of challenges 
that place individual employees in precarious positions regarding job security, motivation, 
upskilling to meet the demands of automation and digitalization, and huge change regarding work 
processes and systems (Caruso, 2018). With the multitude of all the above mentioned challenges, 
organizations have to increase their effectiveness, competitiveness, performance and employee 
connection to an organisation. Research indicates that through the optimal use of job resources, 
organisations can create workplaces that allow employees to thrive and be engaged (Janse van 
Rensburg, Boonzaier and Boonzaier, 2013). This can serve to bolster individual connection to an 
organization, including the organisation’s strategy. The purpose of this paper is to examine this 
relationship between job resources and strategic connection that employees have towards their 
organizations. In particular we focus on the following job resources: recognition and praise, 
personal development and intra-team effectiveness and their relationships with strategic 
connection. 
Job resources  
Job resources are “…those physical, psychological, social or organizational aspects of a job that 
either/or (1) reduce job demands and the associated physiological and psychological costs; (2) are 
functional in achieving work goals; and (3) stimulate personal growth, learning and development” 
(Demerouti, Bakker, Nachreiner and Schaufeli, 2001, p, 501). Furthermore job resources can be 
found on an organizational, interpersonal, work design and task level in organisations (Bakker and 
Demerouti, 2007).  Due to the motivating nature of job resources it is known to help employees 
experience a number of positive workplace organizational outcomes which include but not 
restricted to work engagement (Mudrak, Zabrodska, Kveton, Jelinek, Blatny, Solcova and 
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Machovcova, 2018), a positive and enhanced work identity (De Braine, 2012), and the experience 
of flourishing at work (Janse van Rensburg, Rothmann and Diedericks, 2018).  
Strategic connection 
Strategic connection is defined as the “perceived connection between organizational goals and the 
expected contributions of employees” (Veldsman and Coetzee, 2014, p. 481). Strategic connection 
is a similar construct to organizational identification. Organizational identification is defined as 
“… the degree to which a member defines him-or herself by the same attributes that he or she 
believes define the organization” (Dutton, Dukerich and Harquail, 1994, p. 239). Organisational 
identification is also defined as “…a perceived oneness with an organisation and the experience 
of the organisation’s successes and failures as one’s own” (Mael & Ashforth, 1992, p. 103). In this 
article it is assumed that strategic connection is more elemental than organizational identification. 
(which is characterized by a deeper level of identification, whereby employees define themselves 
by the same attributes of the organization) (Rousseau, 1998). Strategic connection, on the other 
hand, is more about the perceived connection that the employee has with the organization 
(Veldsman & Coetzee, 2014). Consequently, it is further argued that strategic connection could be 
considered a starting point for employees to develop deeper levels of identification leading to 
organizational identification.  As organizational identification is a facet of work identity (De 
Braine, 2012), it may lead to increased levels of work engagement in organisations (Bester, 2012). 
Personal development 
Personal development includes opportunities for employees to grow and develop their abilities and 
talents for the purposes of fulfilling personal, career and work-related goals. Research indicates 
that employees welcome work environments that provide such opportunities (Kirpal, 2004). These 
opportunities often come in the form of training and development initiatives, formal education, 
mentoring and coaching and on-the –job experiences such as job enlargement and job enrichment 
(Noe, 2016). Opportunities to learn and develop enhances the work identity of employees (Collin, 
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Paloniemi, Virtanen and Etekopelto, 2008). Work identity is a multi-dimensional self-concept in 
which individuals through the different roles they fulfil in their work, identify with their tasks, 
organization, profession and career (Bester, 2012; Lloyd, Odendaal & Roodt, 2009; Walsh & 
Gordon, 2007). One of the facets of work identity is organizational identification (De Braine, 
2012). As employees grow and develop through different learning experiences provided by their 
places of work, they may feel invested in by the organization and thus connect stronger with the 
ideals, values, mission and strategy of the organization. This may further strengthen their strategic 
connection and organizational identification over time. In one study on multinational corporations, 
it was found that opportunity for career advancement (which may be an offshoot of personal 
development) predicted organizational identification on a local and global organization level 
(Reade, 2001).  
Recognition and praise 
Recognition and praise can be considered as one form of appreciative feedback given to employees 
for outstanding or good performance. Appreciative feedback is defined as “perceived 
meaningfulness of performance discussions and the extent to which employees receive feedback 
on their performance and strengths” (Veldsman and Coetzee, 2014). Such feedback makes 
employees feel that their contributions are valued and it can lead to enhanced motivation (Jordan 
and Audia, 2012). Recognition and praise can also be seen as way of showing support and 
appreciation towards ones’ employees for their work efforts. Support and appreciation by 
managers has been shown to predict organizational identification on a local and global level in a 
multinational corporation (Reade, 2001). As organizational identification is a considered a deeper 
level of identification growing from strategic connection, we assume that recognition and praise 
would also predict strategic connection.   
Intra-team effectiveness 
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Intra-team effectiveness is defined as “the extent to which the employee perceives co-workers as 
competent, being treated with dignity and respect and being supported by members in achieving 
goals” (Veldsman and Coetzee, 2014, p. 482). Increasingly teams are being used to meet different 
organizational strategies and goals (Robbins, Judge, Odendaal and Roodt, 2016). Through team 
cooperation and processes, team members create their own unique work systems and strategies, to 
meet their team’s objectives (Antoni and Hertel, 2009; Kozlowski and Bell, 2001), which are 
usually aligned to the organisation’s strategic goals and objectives (West, 2012).  As teams 
perform and deliver upon their mandates, team identity is enhanced (Cilliers and Greyvenstein, 
2012) and the team contributes to the effectiveness of the organization (West 2012). It is then 
argued that this indirectly creates a stronger connection between the team and the strategy of the 
organization.  
Method 
A quantitative research design was employed to meet the objectives of the research and is cross 
sectional in nature. The research investigated the relationship between strategic connection and 
job resources.   
Participants 
The study used secondary data collected from a South African transport organisation. A total of 
616 responses was analysed. The sample of the population was made up of 40.2% females, 51.7% 
males and 8.1% who preferred not to indicate. In terms of age, majority participants were between 
26 – 35 years of age (53.3%), 33% were 36-50 years old, 8.5% and 5.2% were >25 years old and 
>50 years old respectively. Majority of participants belonged to the White race group (32.5%), 
26.5% were Indians, 21.1% belonged to the Black race group, 17.5% were Coloured, followed by 
2.5% that identified as Asian. Majority of the participants had a tenure of 1 to 2 years (32.3%) and 
2.5% of employees worked for longer than 10 years. 
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Measuring instruments  
 
Most of the measuring instruments of this study were taken from the Psychological Work 
Immersion Scale [PWIS] (Veldsman, 2013), except for the recognition and praise and personal 
development scales. These two scales were developed by the organizational research based 
company from where permission was granted to use the secondary data. The strategic connection 
sub-scale was a four point scale and contained five items. An example of an item includes to what 
extent does the work you do help your organisation to achieve its goal. The recognition and praise 
scale was a four point scale and contained four items. An example of an item included when last 
did you receive recognition or praise for doing a good job. The intra team effectiveness sub-scale 
was a four point scale and contained four items. An example of an item included do the people in 
your team help and support each other when you have to achieve a goal. The personal development 
was also on a four point scale.  The scale contained four items and an example included do you 
believe you have good career opportunities at your organization. 
Statistical analysis 
Statistical Programme for Social Sciences (version 24) was used to perform the analysis of data 
through descriptive and inferential statistics. Cronbach’s coefficient alpha was used to assess 
internal consistency and reliability. Alphas above the cutoff point .60 was considered a good 
measure (CITATION). Factor analysis was conducted to ensure validity of the measure through 
Principle component analysis. Pearsons-product moment correlation were calculated to determine 
the direction and strength between the variables. A multiple regression analysis was employed to 
determine the best predictor of job resources (independent variable) and strategic connection 
(dependent variable).  
Results  
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From Table 1 it is evident that employees perceive that there are adequate levels of cohesion, trust 
and mutual support between team members in terms of intra -team effectiveness (mean = 3.13). 
This is closely followed by personal development (mean = 2.90) alluding that to some extent there 
are opportunities to grow. Furthermore, employees perceive recognition and praise (mean =2.64) 
to be limited in terms of employees who feel appreciated and valued for their efforts and 
contributions. Strategic connection obtained a high mean value (mean = 3.26) alluding to the fact 
that employees understand their contribution towards the organisation’s vision, strategy and goals 
reasonably well.  The standard deviation ranged from .19 to .66. 
Table 1: Descriptive statistics for job resources and strategic connection 
Dimension N Mean 95% Confidence interval 
for mean 
Std. Dev. 
Lower 
bound 
Upper 
bound 
Recognition and 
praise  
616 2.64 2.42 2.78 .19 
Personal 
development 
616 2.90 2.73 3.10 .49 
Intra- Team 
effectiveness 
616 3.13 2.83 3.29 .66 
Strategic 
connection  
616 3.26 2.92 3.51 .23 
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Table 2 indicates the relationship between the dependent and independent variables. A correlation of
1.0 suggests that there is a perfect relationship irrespective of the direction. Therefore, the closer the
r value is to 1.0 the more equipped are employees with the job resources and are more strategically
connected to the organisation. The r value ranged from .438 t0 .629, indicative of a moderate to
strong relationship.  
The results of the study revealed that Cronbach alphas ranged from .67 to .73 suggesting internal
consistency.  In addition, the results further revealed consistent average inter item correlation
coefficients which ranged between .29 to.42 which suggests internal consistency. According to
Briggs and Cheek (1986), ideal mean inter-item correlation values range from .20 to .40. In terms of
factor analysis, all items loaded on a factor loading >.30.  The Kaiser– Meyer–Olkin measures of
sampling adequacy achieved values from .66 to .76 for each factor. This exceeds the recommended
value of .60 (Pallant, 2007). Barlett’s test of sphericity also reached statistical significance (p <
0.000). These results supports the factorability of the correlation matrix (Pallant, 2007). Hence, it
can be concluded that normality and homoscedasticity preconditions are satisfied. It  
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Table 2: Pearson Correlations and reliability analysis 
Variables 1 2 3 4 a 
Strategic connection  
 
1 .490 .629 .506 .67 
Recognition and praise  
 
.490 1 .616 .438 .68 
Personal development  
 
.629 .616 1 .475 .70 
Team relations .506 .438 .475 1 .73 
p>.000 
 
A multiple regression analysis was conducted to determine the best predictor of strategic 
connection on job resources. A significant regression equation was determined [F(3, 612) = 
172.44, p <0.000], an R2 value of .458. The total variance obtained for strategic connection 
(dependant variable) explained in the model was 45.8%. To determine the presence of 
multicollinearity, the tolerance and variance inflation factors were assessed. The tolerance values 
were less than .10 and ranged from .593 to .740. Variance inflation factors (VIF) ranged from 
1.351 to 1.758 and are lower that the cut-off point off greater than 10 (Pallant, 2007). This is 
suggestive that the beta (β) values can be interpreted with confidence. The results of the multiple 
regression analysis reveals how the independent variable contributed towards the prediction of the 
dependent variable (strategic connection). Personal development had the largest beta (β) 
coefficient = .445. This suggests its contribution towards strategic connection is greater than the 
other job resources within the study. This was followed by intra-team effectiveness (β = .248) and 
recognition and praise (β = .108). 
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Table 3: Multiple regression analysis 
Job resources  Standardised 
coefficients: 
beta 
T Sig. 95% confidence 
interval for B 
R R square Adjust
ed R 
square 
Standar
d error 
of the 
estimate 
Collinearity 
statistics 
Lower 
bound 
Upper 
bound 
Tolerance VIF 
 
Constant  18.250 .000 6.797 8.436 .677 .458 .455 2.010   
Recognition 
and praise 
.108 2.788 .005 .036 .207     .593 1.685 
Personal 
development 
.445 11.273 .000 .319 .453     .569 1.758 
Intra-team 
effectiveness 
.248 7.169 .000 .188 .329     .740 1.351 
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Discussion 
The study assessed whether job resources predicts strategic connection. All of the job resources 
were found to be positively related to strategic connection. These findings once again reiterate 
the critical importance of job resources for organizational identification. The results of the study 
indicated that personal development accounted for the most variance in strategic connection, 
next was intra-team effectiveness accounting for the second most and recognition and praise, 
the third most variance. Personal development obviously played a crucial role in the lives of 
these participants in this transport organization. It is a critical job resource that often allows 
employees to grow in their careers, experience the enhancement of their professional lives on a 
personal, work, team and organizational level (Kirpal, 2004; Noe, 2016). Such employees are 
thus more enabled to provide improved and more effective work performance in their 
organizations.  This finding was supported by Reade (2001). Intra-team effectiveness is also an 
important predictor of strategic connection. Many employees’ social work-related needs are 
met in their team roles that they play. This may be attributed to these employees deriving part 
of their social identity from being in a team, which can be considered a social group (Walsh & 
Gordon, 2007). The result that recognition and praise also predicted strategic connection, was 
also supported by a previous study (Reade, 2001). It was also argued that strategic connection 
can lead to organizational identification.  
 
Based on these findings, it is recommended to line and HR managers that more personal 
development opportunities be made available to employees so as to increase the strategic 
connection that employees have with their organizations, which could ultimately lead to a 
deeper structure of identification (Rousseau, 1998), and then organizational identification. 
 
 
13 
 
Limitations and recommendations  
The main limitation of the study was that it was cross sectional in nature and therefore does not 
allow to make judgements regarding causality in the relationships between the variables. It is 
therefore recommended that future research include longitudinal studies on how individuals use 
job resources to strategically connect with the organization overtime, thus leading to 
organizational identification and whether or not this leads to an increase in organizational 
commitment. It is also recommended that further studies be conducted across different 
industries and occupations. 
Conclusion 
The study provides insights into understanding the role that job resources plays in strengthening 
the connection that individual employees make with the strategy of an organization. Employees 
that understand their role in contributing to an organisation’s goals and strategy should be more 
motivated to increase performance and effort as they work knowing that their work adds greater 
value to the overall success of the organization.  
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